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Buke University 


Burham 
North Carolina 27708-0001 


OFFICE OF THE PRESIDENT TELEPHONE (919) 684-2424 
BOX 9000! FACSIMILE (919) 684-3050 


August 19, 1996 


To Deans, Department Heads, and Directors: 


We are pleased to reissue at this time Duke’s Affirmative Action Plan 
for Equal Opportunity, initially presented in 1970. 


The purpose of the Plan is twofold: first, to meet our obligations as 
a recipient of federal grants and contracts; and second, to reaffirm our 
institutional commitment to fair employment in all parts of the University, 
a principled commitment that transcends strict legal obligations. 


As all of us are aware, we cannot yet claim genuine equality of 
opportunity in the workplace at Duke. Thus I commend this plan to you as a 
guide to policy and procedures, a source of information about our current 
equal opportunity efforts and achievements -- and as a measure and reminder 
of the distance that still lies ahead of us. 


Our achievements under this Plan, and our hope for progress in the 
future, depend fundamentally on the commitment of each one of us to 
realizing our ambitious goal. Each person at Duke must assume 
responsibility for assuring success, if we are to have a reasonable 
expectation of achieving greater equality in employment. 


I trust and expect that each of you will support this policy of 
affirmative action for equal opportunity, and will join with your 
colleagues in working to achieve our goals. Thank you for your support. 


A. CCE oO. | EE aes 


Nannerl O. Keohane 
President 





Introduction 


In March 1970 Duke University adopted its first Affirmative Action Plan for Equal 
Opportunity. President Sanford introduced the Plan to the University by saying: 


I feel that this Plan is something far beyond a necessary compliance with governmental 
policy. Members of our community, I believe, will agree with me that it is rooted more 
deeply in moral consciousness and sound principles of good human relationships. Our 
achievements under this Plan will depend on the degree to which each of us assumes real 
responsibility for assuring its success. Our desire is that we follow the spirit as well as 
the letter of the Plan in an atmosphere of sincere good will. 


In the early years of the Plan, the University workforce showed underrepresentation of 
women and minorities in virtually all faculty and staff categories, and minorities were 
underrepresented in all support staff categories except service workers. In those first years, 
facing a critical need for change, the equal opportunity program was shaped and advanced by 
hundreds of people at Duke. It is these hundreds of people who must continue to feel involved 
and responsible in order to make equal opportunity work. In spite of extensive changes more 
effort is needed to complete the journey to a diverse university community. For instance, 
although representation of women and minorities has improved significantly, their distribution 
throughout the institution remains of concern. In addition, our set of obligations has been 
extended to include matters of age, disability, and sexual orientation. 


As we approach the end of the twentieth century, a more distinct perspective emerges on 
the needs of the University in relation to the implementation of a human relations policy. New 
approaches and competing philosophies carry us beyond civil rights requirements and create a 
transitional period in our workplace. Nevertheless, the principles that illuminated our first 
Affirmative Action Plan in 1970 remain valid, and the processes to ensure fairness that we have 
inculcated over the years will continue to anchor and guide us in the future. 


With this update of our Affirmative Action Plan, in the twenty-sixth year after its 
inception, we bring to the members of the University community a sense of continuity and 
stability in the midst of change. The Plan is prepared in accordance with the requirements of 
Executive Order 11246, as amended and supplemented in federal law, and consistent with the 
purposes and objectives of the institution. And we are reminded that although the Plan is a 
compliance document fulfilling part of the responsibilities of Duke University as a federal 
contractor, the University, in the words of a 1970 Trustees’ resolution, adheres to a policy of 
equal opportunity "not solely because of legal requirement, but because it is a basic element for 
human dignity." 





Equal Opportunity Policy Statement 


The university shall offer equal opportunity to its employees and applicants for 
employment without regard to race, color, religion, national origin, handicap or veteran status, 
sexual orientation or preference, sex or age (except where it is a bona fide occupational 
qualification). This policy shall be followed in recruiting, hiring, appointment and promotion 
into all academic or nonacademic positions. The University will insure that other personal 
actions such as, compensation, benefits, transfers, layoffs, return from layoffs, demotions, 
terminations; University sponsored training programs; education; tuition assistance; social and 
recreation programs; and use of University facilities will be administered without discrimination 
on the bases indicated above. 


Dissemination of the Equal Opportunity Policy 


The equal opportunity policy statement will be distributed to all members of the 
University community. Copies will also be provided to new employees at orientation sessions, 
and to union officials representing University employees, and will be posted on bulletin boards 
throughout the University. It will also be published in the Duke University Policy Manual, the 
Faculty Handbook, the Employee Handbook, the Staff Benefits and Policy Handbook, the 
Personnel Policy Manual, and the Duke Hospital Policy and Procedure Manual. 


The policy will be discussed in management training programs and will be described in 
various literature distributed by the University, such as employee handbooks. Nondiscrimination 
clauses shall be included in all union agreements, and all such contractual provisions shall be 
reviewed to insure they are nondiscriminatory. 


Publications of the University shall picture both minority and non-minority men and 
women and shall include photographs of handicapped persons. All recruiting advertisements 
shall state that the University is an Equal Opportunity/Affirmative Action Employer. 


Purchase orders, leases, contracts, etc. shall have incorporated an equal opportunity 
clause, as required. 
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Description of the Affirmative Action Plan 


In addition to the policy matters noted above, an affirmative action plan must include a 
number of elements for which annual updates are required. Chief among these is the utilization 
analysis: an annual tabulation of the workforce by race and sex within job group categories (type 
of work) and organizational units. For this analysis, the current workforce is compared to 
availability data to determine whether women or minorities are underutilized within job group 
categories. Based on the results of the utilization analysis, any areas of underrepresentation must 
be identified and explained. Given underutilization of minorities and women, a set of 
employment goals and timetables must be constructed to help establish adequate representation 
across job groups. These annual updates are included in Sections I, I, and II. 


The other sections in plan include, an identification of problem areas and corrective 
actions being applied; a description of the University's internal audit and reporting systems; 
community action programs and sex discrimination guidelines and the University Harassment 
policy and procedures. 


Administration of the Affirmative Action Plan 


The Vice President in the Office of Institutional Equity is responsible for developing the 
University Affirmative Action Plan in collaboration with department administrators. The Vice 
President is also responsible for providing assistance in complying with the requirements of the 
Plan. 


In recognition of the management responsibility detailed in the policy statements above, 
the University has provided a copy of the Plan to each organizational unit of the University. The 
Plan is also available to employees upon request. 


The Affirmative Action and Compliance Officer is: 
Myrna Adams 
Vice President for Institutional Equity 
0044 Bryan Center 
684-8222 
madams@mail01.adm.duke.edu 


The University's Affirmative Action Plan Administrator is: 
Inderdeep Chatrath 
0044 Bryan Center 
684-8222 
chatrathi@mail01.adm.duke.edu 
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Divisional responsibilities are coordinated in the following areas by the persons listed: 


Arts and Sciences: 


Medical and Nursing 
Schools: 


Employment Office: 


Dr. Charles W. Byrd, Jr. 
Associate Dean 

Box 90046, Campus 
681-8294 
cbyrd@asdean.duke.edu 


Joseph Corliss, M.D., Ph.D. 

Director, Appointment, Promotion and Faculty 
Development 

Box 3701, Medical Center 

684-3633 

corle001@mce.duke.edu 


Diana C. Maginnes 

Manager, Employment 

Box 90496, Campus 

684-2015 
maginnesd@mail01.adm.duke.ed 





Section I 
Workforce Analysis 


The workforce analysis used for AAP is produced annually from the payroll data 
available as of October 1 of each year. These data provide listings of the total permanent 
workforce, both full and part-time, in two main categories: (1) Job Groups and (2) Organizational 
Unit. The listings by job group, presented in Table 1A, provide information about faculty and 
non-faculty employees. In each case, the report shows the total number of faculty incumbents by 
department. Non-faculty employees are divided into professional/administrative and support 
staff. In addition to the total number of incumbents, this table lists the number of female and 
minority employees in each category. The definition of the various job groups is provided in 
Appendix 1. 


The workforce analysis by organizational unit is presented in Table 1B. The faculty 
distribution by sex and race is provided by academic departments and programs in seven 
categories: Social Sciences, Humanities, Natural Sciences, Professional Schools, Basic Sciences, 
Clinical Surgery, and Clinical-Medicine. For non-faculty the information is broken down by 
departments. A total of 36 campus and 67 medical center departments are represented in this 
table (Table 1C). Finally, the data for the entire workforce are summarized in Table 1D. 


All supporting data and worksheets for the analyses are available for examination by any 
member of the University community. 





Table 1A 
Summary of Workforce Analysis by Job Group - 1995 


Total Minorities 
Workforce Female Total Black Hispanic Asian American 
Indian 

Regular Rank Faculty 

Campus 
Social Sciences 172 44 17 7 0 10 0 
Humanities 189 72 28 13 4 11 0 
Natural Sciences 192 33 20 2 1 I 0 
Professional Schools 282 62 26 7 3 16 0 

Medical School 
Basic Sciences 140 32 18 0 8 10 0 
Clinical Sciences-Surg 258 46 15 + 2 9 0 
Clinical Sciences-Med 778 215 66 17 10 39 0 

Faculty Subtotal 2011 504 190 50 28 112 0 
Non-faculty 

Professional and Administrative 
11 Officals & Managers 553 252 39 35 1 3 0 
31 Nonfaculty Prof/Admin Si? 181 31 22 1 1 1 
32 Nonfaculty Prof/Admin 503 339 51 41 3 7 0 
33 Nonfaculty Prof/Admin 714 482 101 80 5 15 1 
34 Nonfaculty Prof/Admin 533 7H 13 50 1 19 3 
35 Nonfaculty Prof/Admin 525 382 88 76 2 8 2 
36 Research Associates 788 272 240 19 16 205 0 
37 Professional Librarians oF 68 9 6 1 2 0 

Support Staff 
38 Registered Nurses 1600 1470 247 196 4 44 3 
39 Registered Nurses 85 79 21 18 0 3 0 
41 Clerical 568 404 296 286 1 9 0 
42 Clerical fol 632 408 399 0 8 1 
43 Clerical 1214 1123 356 346 4 5 1 
44 Clerical 1086 987 280 274 2 2 2 
51 Technical/Paraprof 832 614 449 414 7 25 3 
52 Technical/Paraprof 962 733 340 316 4 17 é) 
53 Technical/Paraprof 1453 952 312 25 16 4] = 
61 Skilled Crafts DS 0 fi 7 0 0 0 
62 Skilled Crafts 108 0 13 13 0 C 0 
63 Skilled Crafts Sy 0 3 a 0 0 0 
64 Skilled Crafts 95 0 8 8 0 0 0 
65 Skilled Crafts 86 5 1 1 0 0 0 
71 Service 549 367 S15 Sulit 1 3 0 
72 Service 446 166 408 405 1 l 1 
73 Service 116 al 102 102 0 0 0 
74 Service 462 239 365 356 4 4 1 
75 Service 376 178 290 287 0. 2 1 

Non-faculty Subtotal: 14896 10373 5053 4522 74 430 i4qf 
Faculty and Non-faculty Total: 16907 10877 5243 4572 102 542 27 
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Table 1B 
Summary of Campus and Medical Center Faculty by Organizational Unit - 1995 


Total Minorities 
Workforce Female | Total Black Hispanic Asian American | 
Indian 
Campus Faculty 
Social Sciences 
Cultural Anthropology 12 6 2 1 0 1 0 
Demographic Studies 5 2 0 0 0 0 0 
Economics 22 1 2 0 0 2 0 
Education 5 ] 0 0 0 0 0 
Health, Phys Ed & Rec 8 2 0 0 0 0 0 
History 38 1192 3 3 0 0 0 
Political Science oF, 4 3 1 0 2 0 
Psychology (Social & Health) 12 ql 1 0 0 1 0 
Public Policy 25 3} 7) 1 0 1 0 
Sociology 18 6 4 1 0 3 0 
Social Sciences Subtotal: 172 44 17 1 0 10 0 
Humanities 
Art & Art History 15 4 3 Z 0 1 0 
Asian & African Languages 10 J) a 1 0 6 0 
Classical Studies i) Z. 1 1 0 0 0 
Dance 5 4 1 1 0 0 0 
Drama 7 2 1 0 0 1 0 
English 36 12 4 4 0 0 0 
Germanic Languages 10 6 0 0 0 0 0 
Literature 10 5 1 1 0 0 0 
Music 21 4 2 1 0 1 0 
Philosophy 14 2} 3 0 1 2 0 
Religion 18 4 2 2 0 0 0 
Romance Studies 24 12 3 0 3 0 0 
Slavic Lang & Lit 8 5 0 0 0 0 0 
Humanities Subtotal: 189 72 28 13 4 11 0 
Natural Sciences 
Bio-Anthro/Anatomy 10 5 0 0 0 0 0 
Botany 2h 5) 3 0 0 3 0 
Chemistry 22 3 3 1 0 2 0 
Computer Science ia! 8 3 0 0 3 0 
Geology 12 1 0 0 0 0 0 
Mathematics 32 2 3 0 0 3 0 
Physics 28 2 5 1 0 4 0 
Psychology (Experimental) UG 5 2 0 1 l 0 
Statistics & Decision Sciences 12 2 0 0 0 0 0 
Zoology 22) 5 1 0 0 1 0 
Natural Sciences Subtotal: 192 33 20 2 1 17 0 





Table 1B 
Summary of Campus and Medical Center Faculty by Organizational Unit - 1995 


(continued) 
Total Minorities 
Workforce Female Total Black Hispanic Asian American | 
Indian 
Professional Schools 
Divinity 29 8 1 1 0 0 0 
Engineering 
Biomedical 22 2 1 0 i 0 0 
Civil 15 0 Z 1 1 0 0 
Electrical 18 1 4 1 0 3 0 
Mechanical 28 2 6 0 0 6 0 
Environment 4] 8 1 0 0 1 0 
Fuqua 78 16 8 2 1 5 0 
Law 34 8 3 2 0 ] 0 
Nursing 17, 17 0 0 0 0 0 
Professional School Subtotal: 282 62 26 7 3 16 0 
Medical Center Faculty 
Basic Sciences 
Biological Anthro/Anatomy 5 2 0 0 0 0 0 
Biochemistry 21 5 2 0 0 2 0 
Cell Biology 31 3) 3 0 2 ] 0 
Genetics s) 2 1 0 1 0 0 
Immunology 10 5 1 0 0 I 0 
Microbiology 15 3 l 0 0 1 0 
Molecular Cancer Biology 8 3 2 0 Zz 0 0 
Neurobiology 18 + 2 0 1 1 0 
Pharmacology 25 5) 6 0 2 4 0 
Basic Sciences Subtotal: 140 32 18 0 8 10 0 
Clinical-Surgery 
Anestesiology 69 18 7 l 0 6 0 
Obstetrics/Gynecology 45 16 3 0 2 ] 0 
Opthamology 24 6 l 0 0 1 0 
Surgery 120 6 4 3 0 l 0 
Clinical-Surgery Subtotal: 258 46 15 4 2 9 0 
Clinical-Medicine 
Community and Family Medicine 62 23 2 2) 0 0 0 
Medicine S19) 67 24 5 2 7) 0 
Pathology 64 20 5) ] 1 3 0 
Pediatrics 93 38 S) 5) 0 4 0 
Psychiatry 132 4] 17 4 5 8 0 
Radiology 80 15 i 0 2 5 0 
Radiation Oncology 20 5 2 0 0 2 0 
Physical Therapy 8 6 0 0 0 0 0 
Clinical-Medicine Subtotal: 778 215 66 17 10 39 0 





Table 1C 
Summary of Campus and Medical Center Non-Faculty by Organizational Unit - 1995 


Total Minorities 
Workforce Female Total Black Hispanic Asian American 
Indian 

Campus Non-Faculty 

President's Staff 51 39 6 5 0 1 0 
Athletics 138 Sie 10 8 r 1 0 
Development 97 aes 10 10 0 0 0 
Capital Campaign 4 4 0 0 0 0 0 
Public Affairs 27 12 6 5 40 1 0 
Duke Management Company 26 19 B) 5 0 0 0 
Provost's Staff 20 15 4 + 0 0 0 
Registrar's Office 1a | 9 3 3 0 0 0 
Undergraduate Admissions 4] 33 11 10 0 1 0 
Undergraduate Financial Aid 12 10 2 2 0 0 0 
Special Programs 113 82 18 16 0 2 0 
Trinity College 25 Zi 5 5 0 0 0 
Arts & Sciences 580 328 121 1p 4 43 2 
Graduate School St 30 3 3 0 0 0 
Professional Schools 422 261 62 46 2 12 2 
University Libraries 234 158 45 31 1 11 2 
Computing/CIO 143 73 i | 36 1 0 0 
Student Affairs 80 54 18 15 1 7) 0 
Campus Agencies 42 26 10 6 3 1 0 
University Press 68 46 9 i, 0 2 0 
Exec VP Off (incl Credit Union) 24 20 i 6 0 1 0 
Research & Development 13 13 2 2 0 0 0 
Internal Audit 9 4 0 0 0 0 0 
Special Advisor - AA/EEO 2 0 0 0 0 0 0 
V.P. Administrative Services 5 4 0 0 0 0 0 
Facilities Planning & Mgmt 227 17 67 65 0 0 2 
Communications 67 22 20 19 0 1 0 
Material Support 76 39 28 28 0 0 0 
Public Safety 143 33 59 =y! 2 0 0 
Architect's Office 25 8 1 1 0 0 0 
Accounting 134 104 34 33 1 0 0 
Data Processing 23 10 4 3 0 1 0 
DUFS 5 3 0 0 0 0 0 
Treasurer/Financial Planning 38 29 11 Un 0 0 0 
Auxiliary Services 746 368 521 514 2 4 1 
Human Resources 125 101 33 33 0 0 0 
Campus Non-Faculty Subtotal 3827 2113 1172 1061 18 84 9 
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Table 1C 
Summary of Campus and Medical Center Non-Faculty by Organizational Unit - 1995 


(continued) 
Total Minorities 
Workforce Female Total Black Hispanic Asian American 
Indian 

Medical Center Non-Faculty 

MC Chancellor's Staff 95 73 12 10 0 2 0 
MC Development 28 23 6 5 0 1 0 
MC Information Systems 103 4] 31 28 0 3 0 
MC Engineering & Operations 203 15 11 11 0 0 0 
MC Transportation & Pkg 50 9 20 20 0 0 0 
Safety Office 45 12 3 9 0 0 0 
MC Design & Construction 22 10 2 2 0 0 0 
Lab Animal Research 38 12 17 17 0 0 0 
Special Programs 174 138 46 4] 1 + 0 
Medical Education Administration 121 81 29 26 0 2 1 
Biochemistry ie, 46 31 11 2 18 0 
Biological Anthropology 13 ui 0 0 0 0 0 
Ceil Biology 89 46 25 6 1 18 0 
Genetics 30 14 9 1 0 8 0 
Microbiology 38 24 16 8 1 i 0 
Molecular Cancer Biology 32 19 8 3 0 5 0 
Immunology 28 17 8 5 1 7) 0 
Neurobiology 48 25 12 5 1 6 0 
Pharmacology 72 36 26 6 2 17 1 
Physiology 3 0 0 0 0 0 0 
Anesthesiology 71 39 18 7 0 11 0 
Ob-Gyn 53 48 9 5 1 3 0 
Opthalmology 77 57 15 10 1 ~ 0 
Surgery 376 283 56 37 1 17 1 
Community & Family Medicine 144 121 37 36 0 0 1 
Medicine 1198 932 237 163 6 66 2 
Pathology 97 65 27 16 3 8 0 
Pediatrics 199 156 46 37 0 9 0 
Psychiatry Pas 205 48 42 0 5 1 
Center for Study of Aging 35 30 5 4 0 1 0 
Radiology 85 45 27 13 0 14 0 
Radiation Oncology 26 11 2 1 0 3 0 
Hospital Director's Office 367 300 115 103 1 10 1 
Organ Proc/Supp 35 31 22 22 0 0 0 
Cardiac Services 172 134 42 36 2 2 v1 
Surgical Wards & Units 443 384 180 165 3 11 1 
Operating Rooms 227 176 80 74 1 5 0 
Recovery Room 34 30 8 5 0 3 0 
Emergency Room 161 122 37 35 0 4 0 
Hospital Lab Services 541 435 213 188 a 18 0 
Medical Wards & Units 533 486 221 207 2 1] 1 
Pharmacy & Central Proc 248 158 76 62 2 1] 1 
Matenals Management 147 68 101 55 0 2 0 
Anesthesia Services 86 57 18 16 0 2 0 
Physical & Occupational Therapy 85 70 20 19 0 1 0 
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Table 1C 
Summary of Campus and Medical Center Non-Faculty by Organizational Unit - 1995 


(continued) 
Total Minorities 
Workforce Female Total Black Hispanic Asian American 
Indian 

Medical Center Non-Faculty (cont.) 

Respiratory Therapy 131 60 Zi 19 1 1 0 
Pediatric Wards & Units B18 295 13 64 1 7 1 
Psychiatric Wards & Units 85 71 42 4] 0 1 0 
Ob-Gyn Wards & Units 89 79 42 38 1 3 0 
Radiology Services 449 302 194 186 3 5 0 
Ob-Gyn Clinic 13 13 6 6 0 0 0 
Pediatric Clinic 1Z 10 4 4 0 0 0 
General Support & Info Serv's 136 92 87 87 0 0 0 
Dietary 307 247 275 273 1 1 0 
Laundry Services 55) 33 54 54 0 0 0 
Environmental Services 501 280 463 457 2 3 1 
General Med Clinic 44 Sy) 21 21 0 0 0 
Surgical Clinic 64 35 36 36 0 0 0 
Psychiatric Clinic 7 7 1 1 0 0 0 
Nursing Services 306 Dae 143 139 1 3 0 
Financial Management 210 170 56 55 0 1 0 
Eye Center 166 140 45 4] 1 3 0 
Lenox Baker 58 54 25 24 0 1 0 
Central PDC 800 682 267 258 4 3 2 
Diver Alert Network 4] 23 V 6 0 0 1 
DU Affiliated Physicians 246 224 28 25 1 2 0 
School of Nursing uth 8 ] 0 1 0 0 
Non-faculty Med. Center Subtotal: 11068 $252 3871 3451 56 346 18 
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Table 1D 
Summary of Faculty and Non-Faculty Campus and Medical Center Workforce - 1995 


Total Minorities 
Workforce Female Total Black — Hispanic Asian American 
Indian 
Faculty 

Campus: 835 211 91 29 8 54 0 
Medical Center: 1176 293 99 21 20 58 0 
Total: 2011 504 190 50 28 112 0 

Non-faculty 
Campus: 3827 2113 1172 1061 18 84 9 
Medical Center: 11068 8252 3871 3451 56 346 18 
Total: 14895 10365 5043 4512 74 430 oa) 
Grand Total: 16906 10869 5233 4562 102 542 P44 





Section II 
Utilization Analysis 


The purpose of the utilization analysis is to compare the representation of persons in the 
protected categories (women and minorities) with the availability of such persons in the 
appropriate labor market for the job group. Tabulated figures for the utilization analysis are 
displayed in Table 2. The availability figures reported here are calculated using the eight-factor 
analysis prescribed by federal regulations (41 CFR 60-2.11). Such an analysis takes into account 
the available female and minority workforce that can be reasonably recruited. 


Faculty Availability 


The data used to calculate faculty availability are drawn from three reports. The first! 
lists Ph.D. recipients in the United States, broken down by race and sex, for a number of 
academic disciplines. Included in these statistics is information regarding degree recipients in the 
humanities, social sciences, physical sciences, and selected professional disciplines. The second” 
document provides a national listing of medical school faculty. The third? document lists the 
number of persons who have registered to be considered for faculty employment by an American 
Law School. These three sources of data provide the information necessary to compute 
availability statistics for each academic department in the University. 


Non-faculty Availability 


Refined occupational data from the 1990 Census are used to compute nonfaculty 
availability. These figures are drawn from national, North Carolina, or Durham-Wake-Orange 
Counties recruiting area data, depending upon results of labor market studies. However, the 
information on Research Associates was obtained using the relevant faculty availability data 
(e.g., data for Medical Center Research Associates are drawn from that used to calculate faculty 
availability in the Medical Center). 


' National Research Council. 1995. Summary Report 1994: Doctorate Recipients from United 
States Universities. Washington, D.C.: National Academy Press. 

* Association of American Medical Colleges. 1994. U.S. Medical School Faculty. 

> Association of American Law Schools. 1995. Faculty Appointments Register. 
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Section III 
Employment Goals 


The final step in the preparation of the annual update of the Affirmative Action Plan is 
the calculation of target numbers toward which the University will work in the next few years. It 
is important to note that the regulations state: "Goals may not be rigid and inflexible quotas 
which must be met, but must be targets reasonably attainable by means of applying every good 
faith effort to make all aspects of the entire affirmative action program work." (41 CFR 60-2.12) 


In other words, it is not primarily the goal but the overall personnel process that is taken 
into account in determining compliance. Consequently we have established personnel practices 
including adequate notification of position openings and evaluation of employment and 
promotion qualifications according to articulated and fair criteria. Fair employment practices 
supporting our good faith efforts to meet employment goals are enumerated in the personnel 
manuals and handbooks of the University. 


The timetables for goal achievement differ according to level of hiring activity for 
different groups. Employment goals are set for a five-year period for campus faculty, a three- 
year period for medical faculty, and a one-year period for non-faculty staff. The volume of 
activity within each group accounts for the differing time periods. 


Employment goals are set through a consideration of availability and hiring opportunities. 
The "availability" figure may be found in the Utilization Analysis, Section II. Hiring 
opportunities, or projected hires, are based on actual appointments or hires over a period 
matching the goal timetable. 


Goals are set by calculating expected hires (i.e., projected hires multiplied by availability) 
and comparing the resulting expected-hire figure with the "difference" figure developed in the 
Utilization Analysis. The expected-hire figure is used unless it is greater than the difference 
figure. 


Mi 
*, 


950 Be. aa 
- es : im > ae —_ : 7 
e/ n - . ca 


> 


itapthew’ ve 


- 


tee OP ah GRIN oop ni 280 
“7 vq] * a : < tah > 
, ica 2a, eee 


$04 





Table 3 
Campus and Medical Center Employment Goals by Job Group - 1995 


Total Current Current Additions 
Current Workforce Cumulative Goals to Meet Goals 
Workforce Women Minorities Women Minorities Women Minorities 
Regular Rank Faculty 


Campus (5 year goals) 
Social Sciences 72 44 17 62 37 18 20 
Humanities 189 2. 28 92 28 20 0 
Natural Sciences 192 33 20 45 21 12 1 
Professional Schools 282 62 26 76 37 14 1] 
Medical School (3 year goals) 
Basic Sciences 140 32 18 48 18 16 0 
Clinical Sci-Surgery 258 46 15 46 27 0 12 
Clinical Sci-Medicine 778 215 66 215 103 0 37 


Non-Faculty 
Professional and Administrative (1 year goals) 


11 Officals & Managers 555 252 39 267 42 15 3 
31 Nonfaculty Prof/Admin 312 181 31 185 32 4 1 
32 Nonfaculty Prof/Admin 503 B59 51 361 56 22: 5 
33 Nonfaculty Prof/Admin 714 482 101 482 101 0 0 
34 Nonfaculty Prof/Admin 533 377 73 Sad. 73 0 0 
35 Nonfaculty Prof/Admin 525 382 88 382 100 0 12 
36 Research Associates 788 272 240 272 240 0 0 
37 Professional Librarians 97 68 9 wl 9 3 0 
Support Staff (1 year goals) 0 0 
38 Registered Nurses 1600 1470 247 1574 264 104 4 
39 Registered Nurses 85 79 21 80 2) 1 0 
41 Clerical 568 404 296 404 296 0 0 
42 Clerical 751 632 408 632 408 0 0 
43 Clerical 1214 1123 356 1123 397 0 4] 
44 Clerical 1086 987 280 987 289 0 9 
51 Technical/Paraprof 832 614 449 614 449 0 0 
52 Technical/Paraprof 962 133 340 733 356 0 16 
53 Technical/Paraprof 1453 952 312 952 354 0 42 
61 Skilled Crafts 25 0 7 0 dL 0 0 
62 Skilled Crafts 108 0 13 0 14 0 1 
63 Skilled Crafts Si 0 3 0 4 0 1 
64 Skilled Crafts 95 0 8 0 9 0 1 
65 Skilled Crafts 86 5 1 5 1 0 0 
71 Service 549 367 SyI5) 379 515 12 0 
72 Service 446 166 408 178 408 12 0 
73 Service 116 71 102 79 102 8 0 
74 Service 462 239 365 239 365 0 0 
75 Service 376 178 290 179 290 1 0 
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Section IV 
Identification of Problem Areas and Corrective Action 
The University has identified the following items as areas requiring special attention. 
Workforce Analysis-Faculty 


Problem 

~ Women are under-utilized in non-medical faculty job groups and in the basic sciences, as 
are minorities in the social sciences, professional schools, and clinical sciences. However, 
faculty availability, based on a national labor market by discipline, varies widely among minority 
groups. The highest availability in all disciplines is found in the Asian group; considerably lower 
levels of availability are found in the Hispanic, Black, and American Indian groups. 


Analysis 
In general all of the faculty figures are affected by expansion of the "regular rank" 
category of faculty in the 1991-92 academic year, although the effect is more pronounced in the 


Medical School where the addition of clinical and research faculty has made a substantial 
difference. 


The change in definition of regular-rank faculty has resulted in reconstitution of the social 
sciences job group to include Education and Physical Education. Minority availability is high in 
both these areas and there is no minority representation in our departments; representation of 
women in Education is also lower than availability. But these are small numbers, and the basic 
problem for women is that for years the University has lagged behind availability, which 
continues to increase each year. 


It is recognized that hiring opportunities are not numerous and that availability figures 
reflect more junior availability in disciplines where Duke is heavily "tenured-in." Further, the 
junior appointment rate for women has approximated or exceeded availability for several years. 


Corrective Action 

The schools and departments continue to make special efforts in recruiting, such as 
advertising positions in journals targeted toward minority or female readership. (See also 
Appendix V, Internal Audit and Reporting Systems.) 


In January 1994, the Academic Council unanimously endorsed a report by the Committee 
on Black Faculty of the Academic Council chaired by Professor Danile T. Gianturco entitled A 
Strategic Plan for Black Faculty Development. President Keohane and Provost Langford 
subsequently indicated their support for the underlying goals of the Strategic Plan, chief among 
which was an effort to double the size of the black faculty at Duke over the period of a decade. 
The Strategic Plan also addressed the importance of preparing African American students for 
academic careers, particularly through graduate education. As a result of the initiative, the 
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representation of regular rank black faculty has increased from 47 to 66 since 1993, an increase 
of 40%. 


Workforce Analysis-Non-faculty Professional/Administrative Staff 


Problem 

Women and minorities are under-utilized in job group 11, Officials and Managers, and 
under-utilization of minorities in job groups 32 and 35, Non-faculty Professionals. Blacks are 
primarily the most under-utilized staff minority. 


Specific job classifications in job group 11 that are targeted for women are those in the 
Census occupation of financial manager (Code 007). These 49 jobs exist in the following units: 


Accounting 

Arts & Sciences—Administration 
Credit Union 

Duke Management Company 


Hospital Financial Management 
Internal Audit 

Medical Center Administration 
Treasurer/Financial Planning 


For minorities the targeted Census occupation in job group 11 are administrators, 
education and related fields (Census code 014), and public relations specialists (Census code 
197). The 86 education administrator jobs exist primarily in the academic and student support 
areas, and the 67 public relations specialist jobs are found mainly in the development and public 
affairs offices on campus and in the Medical Center. 


The under-utilization of minorities in job group 35 occurs heavily in the Census 
occupations of athlete (Census code 199) and counselor (Census code 163). The 52 "athlete" 
jobs are coaches and trainers in Athletics. The 43 counselor jobs are located in Arts & Sciences, 
the Professional Schools, Student Affairs, Undergraduate Admissions, and various hospital units. 


Analysis 

The population of job group 11 has increased roughly 3% over the past decade while the 
female population increased 6%; however, last year the population in job group 11 increased 
approximately 7% while growth exceeded slightly over 11% for women. In contrast, the number 
of minorities in job group 11 did not increase over the past year. 


In job group 35 there has been a much lower rate of growth—23 percent since 1982—but 
a 57 percent increase in minority representation. In the past year, minority representation in job 
group 35 has increased by approximately 13%. Availability of minorities has increased by about 
1% since the 1980 Census. 
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Corrective Action 

In a procedure begun in 1988, closer monitoring of openings in these job groups takes 
place through joint action by the Manager of Employment and the equal opportunity compliance 
officer. This monitoring consists of recruitment efforts and audits. Beginning in January 1994, 
staff positions filled at pay level 98 will be monitored through combined efforts of operational 
officers, the Manager of Employment, and the equal opportunity compliance officer. (See also 
Section V, Jnternal Audit and Reporting Systems.) 


Workforce Analysis-Nonexempt Support Staff 


Problem 

Women are under-represented in job group 72, Service, a job group that includes the 
male-dominated job classifications of floor finisher and utility worker. Although there was some 
improvement over the last year, under-utilization of minorities remains problematic for job 
groups 38, Registered Nurses (level 10 staff nurses); 43 and 44, Clerical; 53, 
Technical/Paraprofessional; and 62-64, Skilled Crafts. 


The job group 43 under-utilization is concentrated in the Census occupation of secretaries 
and general office clerks (Census codes 313 and 379); job group 44, in interviewers and 
miscellaneous administrative support (Census codes 316 and 389). These 1,297 jobs are 
distributed across the University and include the following classifications: 


Administrative Secretary 

Clerk V 

Financial Aid Assistant 
Financial Aid Specialist 
Financial Counseling Assistant 
Health Unit Coordinator Trainee 
In-service Education Assistant 
Legal Secretary 

Medical Secretary 

Patient Relations Representative 
Patient Relations Representative, Sr. 
Research Secretary 

Staff Assistant 

Unit Secretary 


In job group 53, the concentration is in the census occupation of clinical laboratory 
technologists and technicians (Census code 203) in the Medical Center, and miscellaneous 
administrative support (Census code 389), the latter consisting of the following job 
classifications throughout the University: 


Staff Specialist 





Publications Coordinator 
Editorial Assistant, Sr. 


The job group 62, 63, and 64 under-utilization covers several skilled craft occupations, 
with the larger contingent in the Medical Center. 


Analysis 

The under-representation of minorities in job groups 38, 43, and 53 is largely a function 
of increased availability reflected in the 1990 Census with which our hiring has not kept in step. 
For example, for inhalation (respiratory) therapists the minority availability has increased from 
zero to almost 21 percent, whereas our minority representation has always been low. In job 
group 44 and the skilled crafts we have suffered from chronic under-representation of minorities 
over a period of time, and this is also the case for women in job group 72. 


Corrective Action 
Each job group has been analyzed to determine which job classifications are subject to 


review prior to job offer. (See Section V, Jnternal Audit and Reporting Systems.) 


In addition, the manager of nurse recruitment tracks all minority applicants for nursing 
jobs and maintains an active outreach program with minority nurse populations. 
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Section V 
Monitoring and Reporting Systems 


The University maintains a number of monitoring systems in connection with the 
Affirmative Action Plan, described below for the recruitment of faculty, non-faculty professional 
and administrative staff, and support staff. In all cases the process described is supported by 
computer records, and in the case of faculty appointments the self audit records are checked 
against the Trustees' lists of faculty personnel actions to ensure that a complete record exists. In 
addition, faculty, staff, and support staff termination and support staff promotion are audited 
through computer records. 


Faculty Appointments 

When a faculty recruitment in Arts and Sciences is authorized, the Dean sends a copy of 
the authorization form to a number of people who have an interest in recruitment, including the 
equal opportunity compliance officer. The compliance officer in turn writes to the chair of the 
recruiting department advising him or her of the affirmative action goals and the availability of 
women and minorities in that discipline. 


Also in the Arts and Sciences, an individual self-declaration form is used by the recruiting 
department to identify applicants by race and sex; the form is returned to the Dean's office, which 
works with departments to monitor the applicant pools. 


In all areas where under-utilization is indicated by availability, the recruiting process of a 
department or school is subject to review by the Dean or Provost prior to the offering of the 
position. 


Recruitment results are recorded by the recruiting department for all faculty appointments 
through the use of an "EEO Faculty Self-Audit" form, which lists recruiting sources, applicant 
pools, and screening steps, as well as the name, academic rank, race and sex of the appointee. 
These records are monitored by the equal opportunity compliance officer and reports are 
prepared on each years recruiting. 


Staff Appointments 

Staff positions in job groups with unattained employment goals are subject to a pre- 
appointment review process consisting of three steps: Completion of a pre- recruiting plan by the 
hiring department; completion of an "EEO Staff Self-Audit Form"; and approval by the 
Employment Manager. Where questions arise the matter may be referred to the equal 
opportunity compliance officer. 


A quarterly report of staff appointments (including promotion) is furnished to the equal 


opportunity compliance officer; results are tabulated annually and analyzed for proportional 
effect. 
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Support Staff 

In each job group with unattained employment goals, the job classifications mainly 
responsible for under-representation are identified by the Employment Manager. Positions filled 
in these job classifications are subject to review prior to any job offer. Initial review is conducted 
in the Employment Office and all routine releases are made there. Where questions arise the 
matter may be referred to the equal opportunity compliance officer. 


Records are audited monthly and compiled and analyzed annually in preparation of a pre- 
hire review report by the equal opportunity compliance officer. The following is the list of job 
classifications subject to pre-hire review for 1996-97. 


Job Group 43 
121 Administrative Secretary 
217 ~— Clinic Interviewer 
363 Insurance Claims Processor Sr. 
452 Medical Secretary 
453 Medical Transcriptionist Sr. 
554 Research Secretary 

Job Group 44 
361 Clinical Med Ofc Coordinator 
046 Financial Counseling Assistant 
461 Patient Relations Representative Sr. 
148 Staff Assistant 
476 Staff Assistant 
708 Staff Assistant 

Job Group 53 
748 Computer Programmer I 
281 Editorial Assistant Sr. 
294 Electronics Technician Sr. 
263 Extracorporeal Life Support Technician 
524 Health Care Analyst 
414 Library Assistant Sr. 
930 Library Associate 
733 Medical Technologist (Cert.) 
460 Medical Technologist Sr. 
474 Nuclear Medial Technician 
713 Radiological Technologist, Spec Proc 
691 Research Specialist 
061 Resp Care Practitioner I 
568 Resp Care Practitioner II 
569 Respiratory Therapy Supervisor 
083 Staff Specialist 
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995 Ultrasound Technologist 
Job Group 72 

325‘ Floor Finisher 

770 Food Service Worker I 

673 Utility Worker 

674 — Utility Worker Sr. 


Adverse Impact 

_ In addition to the position analysis noted above, adverse impact analysis is conducted on 
applicant flow. Adverse impact analysis is a series of statistical calculations that measure 
selection rates in employment decisions. Through the use of our existing applicant tracking 
system and specialized adverse impact software the University monitors adverse impact to major 
organizational units within the institution and within these units. Findings of adverse impact are 
used by the equal opportunity compliance officer and the Manager of Employment to determine 
hiring patterns which may warrant additional investigation and/or increased monitoring. 
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Section VI 


Community Action Programs 


As a part of its affirmative action commitment the University has initiated or supported a 
number of community action and community service programs designed to improve the 
employment opportunities of minorities and women. Currently chief among these are the 
following: 


Management Development Program 

The Management Development Program is an experiential, skill-building series of 
workshops that provides developmental opportunities to supervisors/managers. It focuses on the 
role of the supervisor/manager as it relates to hiring, building employee commitment, employee 
performance problems, corrective action, managing change and performance management. 
Through case studies and skill practice, participants are exposed to the importance of the concept 
of manager as a coach who leads, empowers and partners with employees, as opposed to 
planning, directing, controlling and organizing the work of employees. To date, approximately 
1200 supervisors and managers have completed the program. 


Career Awareness Program 

The Career Awareness program is a local outreach activity designed to give students in 
the Durham public schools an introduction to various career options. The program was originally 
offered, in the late 1980s, to the Durham city high schools. The intention is to provide students 
who might not be considering a traditional college education with information about a variety of 
technical and allied health careers. A Duke employee representing his/her own field (nursing, 
radiological technology, respiratory therapy, etc.) meets with students to provide information 
about actual job content, education requirements, working conditions, and salary. The 
assumption is that information about alternative career possibilities will encourage students to 
explore their options further. The vocational counselors in the public schools have been 
extremely pleased with the program, and it has been well received by students. 


CHANCE Program 

The CHANCE (Concern and Help for Needy Children through Education)/Summer 
Youth Initiative Program was designed to assist economically disadvantaged Durham city high 
schools students with summer employment and retention of educational skills. CHANCE 
students are tutored during the school year by Duke student volunteers. During the summer they 
work in a variety of jobs, at Duke and elsewhere, for four days a week; on the fifth day they 
attend classes to maintain or enhance their educational levels. A Duke student coordinates the 
summer program for CHANCE participants and works with the Chamber of Commerce in 
coordinating with the Summer Youth Initiative Program. Employers who participate in the 
program are expected to provide summer jobs of a challenging nature. In addition, employers 
agree to pay the students for five days per week although they work only four days and attend 
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class on the fifth day. Duke has participated as an employer in the program for several years with 
excellent results. The CHANCE students have been well prepared and highly productive. 


Triangle Area Business Advisory Council (TABAC) 

Duke is a member of the Triangle Area Business Advisory Council is a partnership of 
businesses and rehabilitation organizations committed to a common goal: increasing workplace 
opportunities for persons with disabilities. TABAC members meet every quarter to discuss 
educational issues and exchange information. The group currently has two on-going projects. 
The first, Breaking Down the Barriers, is designed for human resource representatives, 
managers, and supervisors to encourage employment of persons with disabilities by eliminating 
negative attitudes and perceptions. The second program, Practice Interviewing, provides 
opportunities for persons with disabilities to improve their skills and gain confidence by going 
through the experience of interviewing and receiving feedback. TABAC is a co-sponsor of many 
other projects, including symposia and job fairs. 


Durham Communities in Schools Inc. 

This program, implemented in Durham Public Schools during the Fall of 1992, targets at- 
risk youth in an effort to improve their chances of staying in school. The programs approach is to 
build partnerships between schools, students, parents, the corporate and business community, and 
social service agencies, to help address the various risk factors that contribute to the decision to 
drop out of school. The initiative behind the launching of this program in Durham came largely 
from Duke. 


Volunteer Work in the Schools 

Surveys of graduating Duke students show that some 85 percent do volunteer work in the 
community. Many of these volunteers serve as tutors in various programs in the Durham Public 
Schools, providing much-needed individual attention to minority students. The establishment of 
the Community Service Center in 1992 has helped make the services of Duke student volunteers 
more accessible to community programs that rely heavily on volunteer support. 


Partnership for Literacy 

The workplace literacy program is a part of the Duke University Community Service 
Center. Students provide tutoring support for Duke employees who are interested in improving 
their lives through enhanced literacy or in pursuing the G.E.D. Classroom instruction is also 
available in basic computer skills. Support for these services comes from Hospital Services, 
Auxiliary Services, and Student Affairs. 


COFHE Pipeline Project 

Duke was a participant in the two-year pilot project developed by the Consortium on 
Financing Higher Education that was designed to bring representatives of COFHE graduate 
schools to the campuses of COFHE colleges and universities to meet with selected groups of 
undergraduate minority students. During this "seminar," typically spread over a one-and-a-half- 
day period, students were given the opportunity to learn about the preparation needed for 
graduate education and the various graduate school opportunities available to them. They also 
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met informally with graduate school representatives, as well as with minority faculty and 
administrators from their own campus. The COFHE campuses participating in this project 
identified direct minority contacts with them, to inform them about preparation for graduate 
education. The intention was that, after participating in the COFHE seminar, these students 
would be provided with information on graduate school for the remainder of their undergraduate 
careers, as well as encouragement and support from faculty and others on their campus to pursue 
graduate study, with employment as faculty members as the ultimate objective. 


General 

In addition to our support of the programs noted above, Duke, by virtue of its position as 
the largest private employer in the area, contributes greatly to the availability of employment 
opportunities for women and minorities. 
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Section VII 
Sex Discrimination Guidelines & Harassment Policy and Procedures 


The Office of Contract Compliance Programs issued definitive regulations in 1980 
covering sex discrimination. Duke University complies with the Sex Discrimination Guidelines 
(41 CFR 60-20) as follows: 


Recruitment and Advertisement 

Duke University has no jobs for which a bona fide occupational qualification has been 
established. Therefore, all jobs at Duke are open to men and women without regard to marital 
Status. 


Job policies and practices 
Duke makes no distinction based upon sex or marital status in employment opportunities, 
wages, hours, or other conditions of employment, including fringe benefits. 


Seniority systems 
The University has no seniority lines or lists maintained by sex. 


Discriminatory wages and placements 
Duke's wage schedules are not related to or based on the sex of employees, and the 
University does not effect discriminatory placement (i.e., in "men's jobs" or "women's jobs"). 


Affirmative Action 

Both sexes have equal access to training programs at Duke; women are encouraged to 
apply for jobs from which they have been previously excluded or in which they are 
underrepresented. 


Pregnancy, childbirth, and related medical conditions 

Employees or applicants for employment are not denied employment because of 
pregnancy, childbirth, or related medical conditions. Maternity leave policies have been 
established and are published in the Faculty Handbook, the Staff Benefits Guide, and the 
Personnel Policy Manual. 


University Harassment Policy and Procedures for Resolution of Claims of Harassment 


Harassment of any kind is not acceptable at Duke University. It is inconsistent with the 
University’s commitments to excellence and to respect for all individuals. Duke University is 
also committed to the free and vigorous discussion of ideas and issues, which the University 
believes will be protected by this policy. This policy is intended to complement Duke 
University’s Equal Opportunity Policy (Duke University Personnel Policy A-5). 
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Scope 


This Harassment Policy applies to all persons who are enrolled or employed at Duke 
University while they are on university property or are participating in a university-sponsored 
activity off-campus. The Procedures for Resolution of Claims of Harassment, described below, 


apply to situations in which both complainant and respondent are enrolled or employed at Duke 
University. 


Situations which involve others, including applicants for admission or employment who 
believe they have been harassed by employees of Duke University, and students and employees 
of Duke University who believe they have been harassed by contractors or vendors serving the 
University, will be resolved through procedures for complaints of discrimination. Persons who 


believe they have experienced these situations should contact the Office of the Vice President for 
Institutional Equity. 


Policy 


I. Duke University is committed to protecting the academic freedom and freedom of expression 
of all members of the University community. This policy against harassment shall be applied 
in a manner that protects the academic freedom and freedom of expression of all parties to a 
complaint. Academic freedom and freedom of expression include but are not limited to the 
expression of ideas, however controversial, in the classroom, residence hall, and, in keeping 
with different responsibilities, in workplaces elsewhere in the University community. 


II. Definition of harassment at Duke University: 

A. Harassment is the creation of a hostile or intimidating environment, in which verbal or 
physical conduct, because of its severity and/or persistence, is likely to interfere 
significantly with an individual’s work or education, or affect adversely an 
individual’s living conditions. 

B. Sexual coercion is a form of harassment with specific distinguishing characteristics. It 
consists of unwelcome sexual advances, requests for sexual favors, or other verbal or 
physical conduct of a sexual nature when: 


1 submission to such conduct is made, explicitly or implicitly, a term or 
condition of an individual’s employment or education; or 
De submission to or rejection of such conduct is used as a basis for employment or 
educational decisions affecting an individual. 
Cc The conduct alleged to constitute harassment under this policy shall be evaluated from 


the perspective of a reasonable person similarly situated to the complainant and 
considering all the circumstances. 


III. In considering a complaint under the Duke University Harassment Policy, the following 
understandings shall apply: 
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Harassment must be distinguished from behavior which, even though unpleasant or 
disconcerting, is appropriate to the carrying out of certain instructional, advisory, or 
supervisory responsibilities. 

In so far as Title VII (Equal Employment Opportunity) of the Civil Rights Act of 1964 
is applicable (1.e., in complaints concerning carrying out of non-instructional 
employment responsibilities), the University will use the definition of sexual 
harassment found in the Equal Employment Opportunity Commission (EEOC) 
Guidelines: “conduct of a sexual nature...when such conduct has the purpose or effect 
of unreasonably interfering with an individual’s work performance or creating an 
intimidating, hostile, or offensive working environment.” 

Instructional responsibilities require appropriate latitude for pedagogical decisions 
concerning the topics discussed and methods used to draw students into discussion and 
full participation. 


IV. The following behaviors are also prohibited by the Harassment Policy: 


A. 


Reprisals 

3 Against the Complainant: It is a violation of Duke’s Harassment Policy to 
retaliate against a complainant for filing a charge of harassment. A complaint 
of retaliation may be pursued using the steps followed for a complaint of 
harassment. When necessary, the appropriate dean or other University officer 
may monitor student grading or faculty/staff reappointment, tenure, promotion, 
merit review, or other decisions to ensure that prohibited retaliation does not 
occur. 

D. Against the Respondent. Lodging a complaint of harassment is not proof of 
prohibited conduct. A complaint shall not be taken into account during 
reappointment, tenure, promotion, merit, or other evaluation or review until a 
final determination has been made that the University’s Harassment Policy has 
been violated. 

Knowingly false or malicious complaints. To file a knowingly false or malicious 

complaint of harassment or of retaliation is a violation of the Harassment Policy. 

Such conduct may be pursued using the steps followed for a complaint of harassment. 

A complaint under this provision shall not constitute prohibited retaliation. 

Intentional breaches of confidentiality. All participants in the Harassment Complaint 

Resolution process, including the complainant and respondent, witnesses, advisors, 

mediators, members of hearing panels, and officers, shall respect the confidentiality of 

the proceedings. Breaches of confidentiality jeopardize the conditions necessary to the 
workings of internal procedures for resolution of claims of harassment. Participants 
are authorized to discuss the case only with those persons who have a genuine need to 
know. A complaint alleging an intentional breach of confidentiality may be pursued 
using the steps followed for a complaint of harassment. Such a breach may also 
constitute an act of retaliation. A breach of confidentiality may void the outcome of 
any previously agreed-upon resolution to a complaint. 
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V. Individuals who believe they have been harassed, individuals charged with harassment, and 
individuals with knowledge of situations in which harassment may exist should consult Duke 
University’s “Procedures for Resolution of Claims of Harassment.” 


VI. This Harassment Policy and the Procedures for Resolution of Claims of Harassment are only 
part of Duke University’s effort to prevent harassment in our community. In addition to 
spelling out steps for making and resolving complaints, the University is also committed to 
programs of education to raise the level of understanding concerning the nature of harassment 
and ways to prevent its occurrence. 


NOTE: This Harassment Policy replaces previous statements on Sexual Harassment in 
Employment and Sexual Harassment of Students. Specifically it replaces Appendix W of 
the Faculty Handbook, Policy IX.180 and Policy [X.190 in the Duke University Policy 
Manual, and the statement on Sexual Harassment of Students in the various school 
Bulletins. 


Procedures for Resolution of Claims of Harassment 


I. Introduction 
The Duke University Harassment Policy reflects the commitment to maintain a 
community that is free from harassment of any kind. Duke has designed procedures for 
prompt internal resolution of harassment complaints that arise within the University 
community. The University expects that the use of these procedures will facilitate a 
prompt resolution of such complaints. 


Some forms of harassment may violate federal and state laws, and a complainant or 
respondent may choose to invoke external processes to resolve their grievances instead of 
or in addition to pursuing the procedures set forth herein. Such individuals may contact 
the appropriate state and local agency, the Equal Employment Opportunity Commission, 
or the United States Department of Education, Office of Civil Rights. Complainants 
should note that the statute of limitation for discrimination or sexual harassment charges 
is typically 180 days from the date of the alleged act of harassment. For information 
about complaints of discrimination other than those covered by these procedures an 
individual should contact the Equal Opportunity Office in the Office of the Vice President 
for Institutional Equity. 


Other University personnel are also available to provide consultation and assistance 
regarding harassment complaints. Human Resources staff and Labor and Employee 
Relations Representatives are trained to assist either with informal resolutions or with 
filing of grievances or complaints. Supervisors of employees and deans who work with 
faculty and students across the campus can provide guidance about responding to 
situations that individuals believe to be harassing. 


In addition, Harassment Prevention Advisors are persons trained by the officers 
responsible for the Harassment Policy to assist members of the community either by 
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aiding them through the informal options listed below or by advising them during formal 
harassment complaint procedures. Because the individuals acting as HP Advisors may 
change periodically, the names of current HP Advisors are available through the offices 
listed below. 


II. Counseling and Informal Intervention 
A member of the Duke University community who believes that he or she has been 
harassed in violation of this policy is encouraged to take action in any of the following 
_ ways. Although none of the actions described below is required before an individual 
may file a formal complaint, the University Harassment Policy favors informal resolution 
of harassment claims whenever such resolutions can be effected fairly. 


A. Options for Informal Resolutions 
le Discuss the situation with Harassment Prevention Advisors and other 
designated individuals, who are available through the following offices: 


a) Undergraduate Students: Office of Student Development, Office of 
Campus Community Development, Dean of Trinity College, Dean of 
Engineering. 


b) Graduate and Professional Students: Deans, Deans of Students 
Cc) Faculty: Provost’s Office, Deans, Faculty Ombudsman 
d) Non-faculty employees: 

Medical Center: DUMC Human Resources 


Campus: Employee/Labor Relations 


e) For further assistance with complaints regarding harassment and 
discrimination: Office of the Vice President for Institutional Equity 


2 Meet with the individual whose behavior is disturbing, discuss the situation, 
and make it clear that the behavior is unwanted. Such actions may be 
discussed with Harassment Prevention Advisors. 


3: Contact the supervisor or dean of the person whose behavior is disturbing and 
request assistance to stop the behavior. 


4. Request assistance from Harassment Prevention Advisors for an informal 
intervention. 
B: Informal Interventions 


In consultation with the appropriate Harassment Prevention Coordinator (HPC), a 
Harassment Prevention Advisor may assist an individual who does not wish to file a 
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formal complaint, but who seeks informal intervention by the HP Advisor to end conduct 
that the person believes violates University policies against harassment. After 
consultation with the HPC, the HP Advisor or another person designated by the HPC may 
discuss the alleged conduct with the respondent, remind him or her of University policies 
against harassment, and seek a commitment by the respondent to comply with these 
policies. A complainant may request that, whenever possible, such a conversation be 
held without revealing his or her identity directly to the respondent. Action taken by an 
HP Advisor under this provision shall not constitute a finding of harassment. 


After an informal intervention has concluded, the Harassment Prevention Advisor will 
send all documentation concerning the complaint to the HPC. This information will go 
under the complainant’s name in the HPC’s file of “Complainant Correspondence.” Such 
a record will be kept in order to document that the claim of harassment was made 
informally and that a resolution was reached without a finding in the situation. This 
documentation will be used only if the complainant later raises a question about how the 
claim was handled, or if the respondent wishes to verify the informal resolution. 


NOTE: Some forms of behavior which are disturbing to members of the Duke University 
community may not meet the definition of harassment found in the Duke University 
Harassment Policy. Such behavior may, nonetheless, be prohibited by other rules or 
procedures. Some behaviors may be violations of the Undergraduate Judicial Code or 
Employee Work Rules, or may be covered by various Grievance or Dispute Resolution 
Procedures. Questions about handling complaints under any of the procedures cited here 
may be directed to Deans, to Human Resources staff, or to other Harassment Prevention 
Advisors. 


III. Initiating a Formal Complaint 


All complaints of harassment should be filed with the appropriate office as soon after the 
offending conduct as possible, but in no event more than one year after the most recent 
conduct alleged to constitute harassment. The HPC may grant a reasonable extension of 
any other time period established in these guidelines; however, the one year limit for 
filing a formal harassment complaint shall not be extended. 


The one year statute of limitation on the filing of claims of harassment is intended to 
encourage complainants to come forward as soon as possible after the offending conduct 
and to protect respondents against complaints that are too old to be effectively 
investigated. There may, however, be sound reasons why a complainant does not come 
forward within a one year period. Although such a complaint cannot be pursued under 
the formal complaint procedures, there may still be options for responding to such 
complaints through counseling or informal intervention. If sufficient evidence is 
available, an investigation can be undertaken by appropriate authorities to determine if 
the behavior constitutes misconduct sanctionable under other judicial processes. 
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The process for resolution off formal harassment complaint consists of two stages: 
Mediation and Hearing Panel. There must be an attempt to mediate before the complaint 
can be submitted to the Hearing Panel for resolution. 


A formal complaint must be submitted in writing to the HPC and signed by the 
complainant. This written complaint shall include the names of the complainant and the 
respondent and the details of the conduct alleged to be harassment. Within five calendar 
days of receiving the written complaint, the HPC will provide the respondent with a copy 

_ of the complaint. The respondent must submit to the HPC a response to the charges of 
harassment within fourteen calendar days. Upon receipt of the respondent’s answer to the 
complaint, the HPC shall forward a copy of the response to the complainant, and within 
seven days appoint a mediator to conduct the negotiations required by the first step of the 
Formal Complaint Procedures 


All employees may choose to utilize existing grievance procedures, and all individuals 
may, in addition or instead, consult Duke University’s Equal Opportunity Office. When 
both parties are undergraduate students, cases of alleged harassment may be heard, at the 
formal grievance state, by the Undergraduate Judicial Board. 


IV. Mediation of a Formal Complaint 


Within seven calendar days of his or her appointment, the mediator shall schedule a 
meeting with each of the parties, together or separately, to attempt to negotiate a 
settlement of the complaint. Ifa settlement is not reached within fourteen calendar days 
of this initial meeting, the HPC shall inform both parties in writing that either may seek a 
resolution of the complaint by a Panel Hearing. 


A settlement shall occur when the parties agree in writing to a resolution of the 
complaint. A resolution may include, but is not limited to, withdrawal of the complaint 
without the right to refile it; an agreement by the respondent to terminate or not repeat 
specific conduct; an apology; or participation in counseling. The HPC shall review all 
settlements to ensure that the parties fully understand the terms. If there is any sanction 
agreed to as part of the resolution, the official responsible for implementing any such 
sanction must also agree to the settlement in writing. Settlement need not imply an 
admission of culpability on the part of the respondent. 


Any conduct admitted by the respondent as part of the settlement may be used against 
him or her in a future proceeding (a) if a hearing panel in such a future proceeding 
determines that the conduct admitted constituted a violation of the University’s policies 
against harassment, and therefore should be taken into consideration in recommending a 
sanction or (b) if the HPC has reason to determine that the respondent has been engaged 
in a pattern of harassment. 
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V. Harassment Hearing Procedures 


A. 


Initiation of Hearing Procedure 

Upon failure to reach a settlement through mediation, either party may request 
appointment of a hearing panel to resolve the complaint. The request for a hearing 
must be made no later than ten calendar days after the party receives written notice of 
the right to proceed under this Part. The request must be in writing, signed by the 
party making the request, and accompanied by a copy of the complaint and response 
filed when the complaint was initiated. Within five calendar days of receipt of a 
request under this Part, the HPC shall appoint a hearing panel consisting of five 
members selected from the Harassment Grievance Board in the manner set forth in the 
Formal Complaint Procedures; except that the HPC may, after consultation with all 
parties and for good cause, appoint a panel consisting of three members. 
Composition of Harassment Grievance Board 

The Grievance Board shall consist of thirty members, selected as follows: 


le Ten members of the Board shall be appointed by the Executive Committee of 
the Academic Council from among the various faculties of the University. 
2D Ten members of the Board shall be selected from among the non-faculty staff 


of the University by the Executive Vice President for Administration. 

3: Five members of the Board shall be selected by DSG (Duke Student 
Government) from the undergraduate student population, and five members 
shall be selected by GPSC (Graduate and Professional Students Council) from 
the graduate/professional student population. 

4. The appointing authority for each category of members shall consult with the 
HPC prior to selecting any member to the Board to ensure that the members 
selected within each category reasonably represent the population of the 
University. 

5: All members of the Board shall serve for a term of two years. Vacancies on the 
Board shall be filled in the same manner as members are selected. A member 
of the Board appointed to fill a vacancy shall serve the remaining term of the 
member being replaced. 

6. The HPC shall maintain the roster for each category of Board members 
(faculty, non-faculty employees, and students). 


General Criteria for Composition of Hearing Panels 

In so far as the following restrictions allow, the members of the hearing panel shall be 

selected by the HPC by lot within the appropriate categories. 

ie Each party to a proceedings in this Part may voice objections to any member of 
the Grievance Board as a potential member of the Hearing Panel. The HPC 
will consider these objections, along with any concerns raised about conflicts 
of interest, in naming the members of the Hearing Panel. 

2: No member of the panel may hear a case involving a party who is from his or 
her hiring unit. The parties to the complaint may raise questions of conflict of 
interest, and the chair of the hearing panel, in consultation with the HPC, shall 
determine whether any member of the panel has any conflict of interest that 
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disqualifies him or her from service on the panel. The HPC shall determine if 

the chair has a conflict of interest. Any member who has a conflict of interest 

shall be replaced by another member from the same category in the same 
manner that the conflicted member was selected. 

The chair of the hearing panel shall be elected by the members of the panel. 

4. After appointment of the hearing panel, the chair shall consult with the HPC 
about the complaint to determine the need for any consultants to assist the 
panel. At the chair’s request, the HPC may assign an appropriate consultant to 
assist the panel with technical issues relating to the type of harassment alleged. 

The chair may also consult the University’s legal counsel for advice. 


LJ 


Ds Composition of the Hearing Panel for Specific Cases 
IE Panels hearing complaints in which respondents are students or non-faculty 
employees 
a) If the parties to the complaint are from different categories and the 


respondent is not a faculty member, the panel shall consist of two 
members from the same category as the complainant, two from that of 
the respondent, and a fifth member from the other category. 


b) If all parties to the complaint are from the same category and neither is 
a faculty member, a majority but not all of the members of the panel 
shall be from that category. 

C) All members of such panels will be voting members and participate in 


all activities of the hearing and the deliberation, including voting on the 
findings and recommendations for possible sanctions if a respondent is 
found to be in violation of the University Harassment Policy. 


De Panels hearing complaints in which the respondent is a faculty member 

a) If the respondent is a faculty member and the complainant is a student 
or non-faculty employee, the panel will consist of three faculty 
members from the Harassment Grievance Board, one student and one 
non-faculty employee, plus one other Board member from the 
constituency of the complainant (student or non-faculty employee). 
The student and non-faculty employee members will be participating 
but non-voting members of such a panel. The non-voting members will 
sit as part of the panel, question parties and witnesses, and participate in 
discussion of the evidence and possible final sanctions. Only the three 
faculty members will vote on the findings and recommendation of a 
possible sanction if the faculty member is found to be in violation of 
the University harassment policy. 

b) If both complainant and respondent are faculty members, a panel of five 
faculty will hear the complaint and vote on the findings, and on 
recommending possible sanctions. 
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E. Conduct of Harassment Panel Hearings 
1. Consistent with customary standards of fairness and with procedures specified 
in this policy, the hearing panel shall determine the most appropriate manner to 
proceed with the case. In all hearings, the following guidelines are intended to 
protect the rights of both parties and to assure the fairness of the process: 


a) 


b) 


c) 


d) 
e) 


The hearing must commence no later than fourteen calendar days after 
the panel is appointed, except for good cause or by agreement of the 
parties. The panel shall give parties written notice of the time and place 
of the hearing. 

Both parties shall attend the hearing. Neither party may be compelled 
to testify. 

Both parties have the right to present evidence and to call a reasonable 
number of witnesses as determined by the hearing panel. Witnesses 
may be present only when testifying. 

Both parties have the right to question all witnesses. 

Using a general standard of relevance to the complaint being heard, the 
panel shall determine what testimony will be permitted at the hearing. 
In cases in which the complainant alleges sexual harassment, other than 
those complaints brought by the HPC under Part VI alleging a pattern 
of harassment, the only sexual history admissible as evidence is that of 
the parties with each other. A non-party witness may not testify about 
any misconduct by the parties except the conduct alleged in the 
complaint. 

Each party has the right to a representative from the student body, 
faculty, or staff. This representative, who shall not have a law degree, 
may help with preparation of the case, may be present when the case is 
heard, and may confer with the party during the hearing. The 
representatives may assist the parties in addressing the hearing panel or 
questioning witnesses. Neither party may have legal counsel present at 
the hearing. 


De Standard of Proof 
A violation of the University’s policies against harassment must be established 
by a preponderance of evidence. The complainant has the burden of proof. 
Neither party can be compelled to testify at the hearing. While the panel shall 
not draw a negative inference from the failure of either party to testify, a choice 
not to testify does not change the burden of proof. 


Decision of the Hearing Panel 


The hearing panel shall decide whether the conduct alleged in the complaint 
occurred, and whether such conduct violated the University’s policies against 
harassment. At any time before the hearing, or after the presentation of the 
complainant’s case, the panel may determine upon written request of a party or the 
HPC whether the conduct alleged, if true, constitutes a violation of the 
University’s policies against harassment. All parties and the HPC have the right 
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to submit a written response to any such request. Ifthe panel determines that the 
alleged conduct does not constitute a violation, it shall terminate the hearing. 


it The Panel’s Deliberation 
In deciding whether a violation of the policies against harassment has occurred, 
the panel shall attempt to reach a consensus. If consensus cannot be reached, a 
vote shall be taken. All decisions of the panel shall be made by a majority. 
When the panel is not unanimous in its findings or recommendations of 
remedial action, the report shall record both majority and minority opinions, 
but shall not identify the dissenting member(s). The report shall be signed by 
all members of the panel. 
2, Decision and Remedial Action 
Following the conclusion of the hearing, the panel shall deliver to the HPC and 
to the official(s) responsible for implementing the panel’s decision, a written 
report of the panel’s findings and recommendations. If the panel finds that the 
respondent violated the University’s policies against harassment, it shall 
recommend appropriate remedial action, taking into consideration all of the 
circumstances of the respondent’s conduct. Examples of the types of remedial 
action that the panel may recommend in cases involving respondents who are 
faculty or staff are the following: participation of the respondent in counseling; 
prohibition of the respondent from participating in grading, honors, 
recommendations, reappointment and promotion decisions, or other 
evaluations of the complainant; letter of reprimand and copy of the grievance 
record placed in the respondent’s personnel file; restrictions on the 
respondent’s access to University resources, such as merit pay or other salary 
increases for a specific period; or suspension or dismissal from the University. 
Penalties recommended for students shall be consistent with those authorized 
for the respective judicial boards, up to and including dismissal. 
Prior Findings of Acts of Harassment 
Before recommending remedial action, the panel shall request the HPC to 
testify concerning any prior final findings that the respondent violated the 
University’s policies against harassment, including any settlements under 
mediation that constitute an admission of harassment. Such prior final findings 
shall be considered by the panel in its recommendation of a penalty. 


Lo) 


Implementation of the Decision 

In all cases in which a hearing panel finds that the respondent violated the University’s 
policies against harassment, the decision and recommendations of the panel shall be 
implemented as follows: 


iL Responsible Officials 
In cases in which the respondent is a member of the faculty, the responsible 
official shall be the Dean of the school to which the respondent belongs or the 
corresponding academic officer at the Medical Center, as the immediate 
academic supervisor. The academic supervisor shall implement sanctions in 
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consultation with the Provost or the Chancellor for Health Affairs, as the chief 
academic officer. In cases in which the respondent is a non-faculty clinician, 
the responsible official shall be the Chancellor for Health Affairs. In cases in 
which the respondent is a non-faculty staff member, the responsible official 
shall be the Executive Vice President for Administration, or his or her 
designate. In cases in which the respondent is an undergraduate student, the 
responsible official shall be the Dean of Student Development. In cases in 
which the respondent is a graduate or professional student, the responsible 
official shall be the Dean of the Graduate School or the professional school to 
which the student belongs. In cases in which the respondent is a post-doctoral 
fellow, research associate, or other individual not otherwise defined, the 
responsible official shall be the immediate supervisor, in consultation with his 
or her department head or dean. 


Sanctions 

In all cases where a respondent is found to have violated the Harassment 
Policy, the responsible official may adopt in whole or in part the panel’s 
recommendations for sanction or may impose any other lawful sanction that 
the official deems appropriate, based on the panel’s findings of fact. After 
consultation with the HPC, the official shall explain in writing the reason for 
imposing any sanction other than one recommended by the panel. 


No later than fourteen calendar days after the hearing concludes, the HPC and 
the official responsible for implementing the panel’s decision shall deliver to 
the complainant and the respondent a written report of the hearing panel’s 
findings and recommendations; a description of the resolution to be imposed, 
including any remedial action or sanctions; and an explanation of any 
difference between the hearing panel’s recommendations and the decision of 
the responsible official Members of the hearing panel shall also receive a copy 
of this report. 


Appeals from Findings of a Violation 

The findings of the panel and the sanction imposed shall become final fourteen 
calendar days after the decision of the responsible official unless the 
respondent files a written notice of appeal within that time. An appeal from 
the findings of a hearing panel or the decision of a responsible official shall be 
made according to, and on the grounds allowed by, existing appeals procedures 
as follows: 


a) Faculty: The Faculty Hearing Committee (Appendix M, Faculty 
Handbook) 

b) Non-Faculty Staff: "Nonexempt Employee Grievance Procedure" 
(Personnel Policy Manual, D-25) or “Exempt Staff Member Dispute 
Resolution Procedure" (Staff Benefits Guide, Appendix A). At the 
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request of the respondent, the appeal may go directly to the fourth step 
of the grievance procedure. 

c) Undergraduate Students: Appeal from Undergraduate Judicial Board 
concerning disciplinary cases. 

d) Graduate/Professional Students: Review by the Provost. 


Findings of No Violation 

A finding by a hearing panel that the respondent did not violate the 
University’s policies against harassment shall be final, except that the 
complainant may request that the President or her designate review the finding 
to determine whether it was made in accordance with these procedures. Both 
parties shall have the opportunity to make written arguments to the President or 
her designate. If the President finds that these procedures were not followed in 
any material respect, she may vacate the finding and remand the case to the 
hearing panel for further proceedings or may order a new hearing. 


VI. Complaints Filed by the Harassment Prevention Coordinator 
The HPC may file a complaint of harassment under these procedures against any 
individual he or she has a reason to believe has engaged in a pattern of harassment, based 
upon the number of complaints filed against the individual and resolved through 
mediation. In the event of a complaint under this Part, the HPC shall function as the 
complainant. In connection with a complaint under this Part, the President of the 
University or her designate shall perform all functions assigned to the HPC in the process 
for resolution of harassment complaints. 


VII. Record Keeping and Monitoring 


A. Record of Hearings 

B. The HPC shall maintain a copy of the record of each case, including a written 
statement of the final disposition of the complaint. Except where publication of the 
name of the respondent is imposed as a sanction, the record shall be subject to the 
confidentiality provisions of the Harassment Policy. Whenever there has been a 
finding of violation of the Harassment Policy, the responsible official will prepare a 
statement of the final disposition, which will become a part of the respondent’s 
permanent file; as such it is subject to the same nights to access, privacy, and 
confidentiality as other items in such files. 

Cc: Monitoring 


1. 


2 


=. 


Annual Record 

At the beginning of each academic year, the HPC shall submit a written report 
to the President setting forth the number of informal and formal cases filed in 
the prior year; which of these cases, if any, reached mediated solutions; and 
which were resolved by a hearing panel. The report shall specify the number 
of cases in which hearing panels made findings of harassment, the types of 
harassment found, and the final disposition of the cases, including any 
disciplinary action taken. The cases shall be reported in a manner that protects 





the privacy of the parties, except when publication of the name of the 

respondent is part of the penalty. The President shall make the HPC’s annual 

report available to all members of the University. 

Grievance Board Recommendations 

a) The Harassment Grievance Board shall meet at least once a year to 
monitor University policies against harassment and operation of these 
procedures. The HPC shall chair meetings of the Board. The Board 
shall recommend to the President any changes in policies or procedures 
necessary to accomplish the goal of preventing harassment of any kind 
within the University community. 
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Appendix I 


Job Groups 


The Office of Federal Contract Compliance Programs requires that the workforce of the 
federal contractor (in this case Duke University) be categorized into "job groups" of similar job 
characteristics (41 CFR 60-2.11). Consequently we have established 34 job groups comprised of 
job levels as described in the Duke University Job Classifications and Pay Ranges guide. 


Faculty 
The faculty is divided into seven job groups: 


Campus Faculty 
Social Sciences 
Humanities 
Natural Sciences 
Professional Schools (Nonmedical) 


Medical School Faculty 
Basic Sciences 
Clinical Sciences, Surgical 
Clinical Sciences, Medical! 


Nonfaculty Professional and Administrative Staff 
The nonfaculty professional and administrative staff is divided into eight job groups: 
11 Officials and Managers 
Staff positions at job levels 14 and above, except for "assistants to" and certain 


professional occupations such as pharmacist. 


31 Nonfaculty Professional I 
Staff positions at job levels 14 and above, not officials and managers 


1s>) 
ie) 


Nonfaculty Professional II 


' The division of clinical sciences attempts to break up a group that is quite large and which 
contains departments of widely varying size. The departments in "Surgical" are Anesthesiology, 
Obstetrics & Gynecology, Ophthalmology, and Surgery. The remainder of the clinical science 
departments are "Medical." The division generally follows NIH literature. 
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Staff positions at job level 11; includes unclassified staff positions in position 
codes 2003, 2004,2005, 2006. 


33 Nonfaculty Professional III 
Staff positions at job level 12 


34 Nonfaculty Professional IV 
Staff positions at job level 13 


35 Nonfaculty Professional V 
Staff positions at job levels 10 and below 


36 Nonfaculty Professional VI 
Research Associates, position code 1361 


OW Nonfaculty Professional VII 
Professional Librarians 


Support Staff 

The support staff take up the remaining 19 job groups: 
Nonexempt Professional - Registered Nurses 

38 Registered Nurses - 610 Staff Nurse, job level 10 

39 Other Registered Nurses, job level 11 
Clerical 

4] Job levels 00 and 01-04; position 904 

42 Job level 05 

43 Job levels 06 and 05 

= Job levels 07 and above 
Technical/Paraprofessional 

51 Job levels 00 and 02-06 

2 Job levels 07 and 05; position code 905 


53 Job levels 08 and above 
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Skilled Crafts (Bargaining Unit) 

61 Job levels 01-06 

62 Job levels 07-10 
Skilled Crafts (Non-Union) 

63 Job levels 00 and 01-07 

64 Job levels 08 and 09; position code 906 

65 Job levels 10 and above 
Service (Bargaining Unit) 

7 Job level 01 

72 Job levels 02-06 
Service (Non-Union) 

73 Job level 02 

74 Job levels 03 and 04 


iD Job levels 00 and 05-13; position code 907 
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